Some business faculty think that teaching ethics is a waste of time. Others think that teaching ethics might do students harm. Objections include "Values are formed in childhood and cannot be changed," "Nobody has the right to tell others what is ethical," and "Employers don't care about ethics." This paper offers a brief response to each objection, and presents supporting evidence. It is organized as a set of notes one might use in a debate.
The Objections
Objection 1 Values are formed in childhood. Neither companies nor business schools can do anything about them. Therefore, changing behavior is impossible.
Responses
(1) An individual's enactment of values depends on his or her social, emotional, and cognitive development. These change after childhood. Evidence: Ethics is not just about values, but also about people's ability to apply them. For example, Lind (1994) studied the reasons why moral discussion programs do not help juvenile delinquents as much as they help others. He found that while delinquents knew ethical rules (e.g., stealing is wrong), their moral reasoning abilities were limited. They had difficulty applying moral lessons. Stojiljkovi (1998) also found a link between moral judgment and cognitive abilities.
Evidence: As people develop cognitively, their ability to apply their values improves. Guthrie (1997) wrote that tolerance is related to intellectual development, especially the ability to make reflective judgments. Reflective thinkers are better able to divorce themselves from various influences on their thinking (like peers), and weigh evidence independently. Love and Love (1995) claimed that ethical development is affected by cognitive development. Pascarella (1987) said that attending college affects cognitive development independent of other influences. Halfond (1990) summarized research finding that students in their twenties and thirties are in a formative period of their ethical development. Higher education can impact the translation of personal values into the professional context. Halfond also noted the objections of those who argue that "what is moral is obvious and should not be elevated to the university level" (1990, p. 55) . If this were true, there would be no moral conflict over affirmative action, workplace monitoring, and other sensitive workplace issues. This is clearly not the case.
Evidence: A single person can influence others' moral behavior by showing what is possible. Moberg (2000) surveyed the behavioral sciences for insights about role models. Specifically, how can the actions of one person inspire another to follow his or her example? Inspiration occurs when someone sees another wrestling with the same problem he or she is facing, and solves it in a way that can be achieved by the observer. Haidt (2000) wrote that seeing a model behavior can elicit a desire to better oneself morally. Those seeing exceptional virtue might experience awe (Keltner and Haidt, 2003) , and change their ideas about what is ethically possible. Perry and Nixon (2005) found that people who named clergy, youth leaders, friends, and college advisors as role models were less willing to adopt questionable ethical behavior in negotiation situations than people who named other role models. The data suggest that role models can be important moral guides after childhood.
Evidence: Ethical behavior is influenced by organizational context and action. Ross and Robertson (2000) found that salespeople's willingness to lie depends on their relationship to the target. They will lie more to competitors than to channel partners than to customers than to their own company. People from firms with a clear and positive ethical climate are less willing to lie. Robertson and Rymon (2001) found that organizational expectations influenced purchasing agents' behavior. Pressure to perform and ethical ambiguity on the part of the firm are correlated with the agents' deception of suppliers.
A survey by the Ethics Resource Center (2003) found that employees' willingness to report ethical breaches depended on their companies' approaches to ethics. For those companies that had written standards of conduct, ethics training, ethics advice lines or offices, and systems for anonymous reporting of misconduct, 78% of their employees were likely to report ethical violations. The number was 39% for companies that had none of these four elements. Perception of whether top management was ethical affected observation of misconduct. For organizations in which employees believed that top management acts ethically, 15% of employees said they saw misconduct by others. For organizations in which employees did not believe that top management acts ethically, 56% of employees said they saw misconduct.
Evidence: Managers can introduce programs that improve ethical behavior. Treviño, Weaver, Gibson, and Toffler (1999) analyzed 2,883 responses to an ethics survey. They found that ethics and compliance programs can reduce unethical and illegal behavior, improve employee awareness of ethical issues, increase willingness to look for advice within the organization, make it easier to bring bad news to their supervisors, increase willingness to report violations within the organization, enhance employee commitment to the organization, and improve employee decision making. Pascarella, Edison, Nora, Hagedorn and Terenzini (1996) studied more than 3,000 college students at 18 institutions. They found that students were more open to challenges to beliefs and values when they were in a racially nondiscriminatory environment, lived on campus, participated in racial or cultural awareness workshops, and interacted with diverse peers. McCabe, Trevino, and Butterfield (2001) found that students' propensity to cheat is influenced by their peers' opinions, and by institutional practices, like the use of honor codes. These results suggest that environments can influence ethical belief and behavior.
Evidence: People's values can change in adulthood. Midlife crisis is an example. It is "a process of intensive transition of the self including. . . reevaluation of life values and goals, [and] confrontation with death as a personal event in the future" (Hermans and Oles, 1999, p. 1403) . Ego identity status changes during college life, at least for some people (Adams and Fitch, 1982 ). People's sense of spiritual self can change (Kiesling, Sorell, Montgomery, and Colwell, 2006) . Things that might be labeled "virtues" also change. For example, Helson and Srivastava (2001) found significant changes in selfcontrol in a sample of adults from age 21 to 60. King and Kitchener's (1994) reflective judgment model identifies stages people go through as their cognitive maturity grows. Such development is by no means restricted to children. Cognitive development is triggered by "crises" in Erikson's (1968) sense. That is, information that conflicts with current beliefs leads people to revise their thinking. These challenges can occur in adulthood.
Objection 2 Nobody has the right to tell anybody else what is ethical.
(1) Suppose a professor exchanges good grades for sex. If nobody has the right to tell anybody else what is ethical, is there any basis for claiming that the professor is unethical? (2) There are values that are universal, or close to it. An example is "incest is wrong." There are other values that, while not universal, are widely shared, such as "stealing is wrong." There is no need to brow beat anybody to accept these values, because people already agree about them.
(3) Ethics classes could be designed to help students become better critical thinkers. They might learn to examine moral claims more carefully than average adults. Rather than indoctrinate students, ethics instruction, if so designed, could help students resist indoctrination attempts. (4) Professors already tell students what is ethical. They make ethical statements through their words and actions. What are students learning about ethics? What are they learning about the values that different faculty hold? Ethics instruction might help students organize these disparate, "accidental" messages.
Evidence: Some business ethics values are so common as to be universal in practice. Schwartz (2005) reviewed normative research on corporate ethics codes. He found some common ideas: (a) trustworthiness, (b) respect, (c) responsibility, (d) fairness, (e) caring, and (f) citizenship. Kidder (1996) wrote that some dilemmas are particularly common in business: truth vs. loyalty, individual vs. community, short-term vs. long-term, and justice vs. mercy. Is it reasonable to suggest that, for example, people disagree on whether fairness is a good thing?
Evidence: Philosophical and religious writing tends to describe the same set of values. Dautheribes, Kernes, and Kinnier (2000) used procedures from ethnographic content analysis to examine moral and religious texts from throughout history and across world cultures. They list many commonalities in the literatures, including justice, serving something higher than oneself, and respect for others. The golden rule-treat others as you want to be treated-appeared many times. This is consistent with versions of natural law theory, a well-established idea in Western philosophy that nature imposes some rules relevant to ethical conduct (McElroy, 1998) .
Evidence: Even people from very different cultures agree on some things (Nucci, 2001, p. 10) . There are wide variations in views of social issues, but acts like murder, incest, and theft are broadly condemned.
Evidence: Faculty cannot avoid revealing their values. Etzioni argued, "There is no ethically neutral teaching" (1989, p. 18) . He explained that "everything that happens in the classroom communicates an ethical position. The only difference between business ethics courses and all others is truth in advertising" (1989, p. 18) . He wrote that ethics courses explicitly state when value positions are being communicated, while the regular curriculum conveys hidden assumptions that even the professor may not be aware are present. He gave the example of training marketing students in methods of persuasion (e.g., ways to trigger impulse buying), implicitly conveying that such customer manipulation is ethical.
Etzioni suggested that the fear of indoctrination in ethics classes is illusory. The majority of ethics professors offer multiple perspectives on an issue. In addition, students already receive multiple ethical messages from various sources, including family, other faculty, peers, and the larger culture. It is not clear why ethics professors should be feared more than other sources.
Giacalone and Thompson argued that "the business school curriculum is based clearly on a set of values, beliefs, and assumptions that constitute a coherent worldview" (2006, pg. 267) . They labeled the business school worldview an "organization-centered worldview," where students are taught "to perpetuate business' importance and its centrality in society, to do so by increasing wealth, and to assume that by advancing organizational interests, they advance their own and society's overall best interests" (2006, p. 267) . They further argued that the business school curriculum is not just descriptive but is prescriptive.
Whether intended or not, faculty do have an impact on students' ethical development. A survey found that 92% of undergraduate business students thought that the actions of their professors were as important as what they said in impacting students' ethical values (David et al., 1990) . Most of the students (72%) believed their professors acted ethically; 22% were undecided, and 4% felt their professors acted unethically.
Objection 3 Faculty cannot agree on values.

Responses
(1) Faculty disagree on many things, such as research methods and teaching methods. Should we avoid any subject on which we cannot reach consensus? (2) Faculty agree on some basic values. How many faculty support theft? How many support customer deception as good business practice? (3) People in the work world do not agree on values either. We can prepare students for that. Showing them how to handle differences in values in a civilized manner will serve them well in the future.
Evidence: Etzioni (1989) , in response to the question "Which values are we to teach?" argued that there is no need to present one specific, overarching set of values. Instead, the goal should be to increase student awareness of the moral dimension and help them develop their own ethical judgment capabilities. Similarly, Williams and Dewett (2005) suggested that ethics education should help students learn how to handle complex issues. Rather than indoctrinating them in a specific set of values, it should help them improve their application of their values.
Objection 4
In the business world, anything goes. Employers just do not care about ethics, because it does not help with the bottom line.
Responses
(1) Many executives say they care a great deal about ethics. Is this all just lip service? (2) Ethics helps with things that affect performance, like reputation with customers, and ability to hire good talent. Why would companies ignore this? (3) There are serious penalties for executives who do not supervise employee ethical decision making. Do executives ignore these risks? (4) Many companies are investing heavily in ethics programs. Why are they doing this? Is it all just public relations?
Evidence: Ethics may influence financial performance. Webley and More (2003) found that companies with ethics codes perform better than those without on measures like market value added and return on capital employed. Verschoor (1999) found the same. Roman, Hayibor, and Agle (1999) reviewed 52 studies of the relationship between firms' social and financial performance. They wrote that 33 studies found a positive relationship between social and financial performance, 14 were inconclusive or found no effect, and 5 found a negative relationship. Brickley, Smith, and Zimmerman (2002) suggested that a company's reputation for ethical behavior is part of its brand-name capital. An ethical reputation can make it easier for a company to find business partners (Lynn, 1999) . The Office of the Comptroller of the Currency, part of the U.S. Department of Treasury, includes "reputation risk" as one element of a national bank's risk profile (Walters and Maher, 1997) . In a 2005 press release, acting Comptroller of the Currency Julie Williams said that "there may be no more elusive, difficult to manage, and feared risk than reputation risk for large banking organizations." MacMillan and Joshi (1997) found that most CEOs list reputation as their companies' most important intangible asset. Orlitzky, Schmidt, and Rynes (2003) conducted a meta-analysis on corporate social responsibility and financial performance. They conclude that "market forces generally do not penalize companies that are high in corporate social performance; thus, managers can afford to be socially responsible" (p. 426).
Evidence: Employees think ethics is important. David, Anderson, and Lawrimore (1990) surveyed business school alumni. The respondents reported that they frequently faced ethical dilemmas at work, and their perception of the importance of business ethics increased since graduating and beginning work. David et al. (1990) also surveyed undergraduate business students, who believed that ethics training is important, but did not feel they received adequate training in ethics. The vast majority of students had not attended an ethics seminar, had a course in ethics, written a term paper on ethics, heard a lecture on ethics, or worked a case study dealing with ethics.
Managers say they are paying more attention to ethics (Chipkin, 1994) . About three in four top managers in a survey focusing on business travel noted the importance of ethical issues.
Evidence: Ethical companies find it easier to attract and keep talented workers. Seventy nine percent of the employees participating in the 2000 National Business Ethics Survey said that a key reason they stayed with their employer was the firm's concern for ethics (Josephson, 2004) . In another survey, respondents were asked whether they would consider a firm's ethics when deciding whether to take a job offer from that company. Forty two percent said they would (Arthur D. Little, 2002) . Gellerman (1989) argues that people prefer to work in organizations with clear and unambiguous ethical standards. Employees prefer situations without mixed messages, and with clear expectations to do the right thing.
Evidence: The penalties for unethical behavior can be severe. The U.S. SarbanesOxley act allows for up to 20 years imprisonment for people who destroy certain kinds of evidence. Executing fraudulent financial securities can earn up to 25 years in prison. Those who misreport financial performance can be imprisoned for up to 10 years, and fined up to $1,000,000.
Under the legislation, executives who are ignorant of their employees' malfeasance can still be liable, if reasonable supervision is lacking. Firms are also applying this standard to themselves. When an insurance company was mired in scandal, two top executives were fired, even though there was no suggestion that they personally did anything improper (Associated Press, 2004) . However, the firm's parent company held them responsible for failures in that business unit.
Sarbanes-Oxley is not the only indicator of law makers' interest in business ethics. On July 28, 2005, at a hearing of the U.S. Senate Committee on Commerce, Science and Transportation, two members of the Committee, representing both major political parties, cautioned industry witnesses that failure to consider the ethics of their offerings would result in legislative action.
Evidence: Ethical decision-making practices are open to external scrutiny. In the 2006 MGM v. Grokster case, the U.S. Supreme Court authorized plaintiffs to seek discovery into the internal motives and decision-making of defendants.
Evidence: Some companies are sensitive to even hints at ethical violations:
Corporations and their boards are adopting zero-tolerance policies and increasingly holding their employees to lofty standards of business and personal behavior. The result is a wave of abrupt firings as corporations move to stop perceived breaches of ethics by their employees that could result in law enforcement action, or public relations disasters. Landon (2005) Evidence: Ethics training is big business. According to an Ethics Resource Center survey, 69% of employees across the United States reported in 2005 that they had received training in ethics or compliance, an increase of 14% over 2003. More than 11 million employees from 200 companies have used the services of LRN, a provider of legal, compliance, ethics management and corporate governance training.
Evidence: More firms are discovering the value of good ethics. David et al. (1990) cite a survey where 80% of Fortune 500 Industrial and 500 Service companies indicated an increased emphasis on incorporating ethics into the organization.
Evidence: Many firms want to hire ethical employees. In a survey, 74% of company recruiters said personal integrity and knowledge about corporate ethics was very important (Alsop, 2006) .
The human resource (HR) function, of which recruitment is just a part, is important in many firms' ethical practices. In a 2003 survey of HR professionals, 67% of the respondents agreed or strongly agreed that HR was an important ethics resource in their organization (Harned, 2007) . Seventy one percent agreed or strongly agreed that HR professionals were involved in setting their organization's ethical policies.
Evidence: Many firms are creating processes that allow employees to report suspected wrongdoing anonymously. Eighty eight percent of companies responding to a survey said that "encouraging whistleblowers is good for business" (Dahl, 2006) .
Some Benefits
e have given responses to common objections to teaching business ethics. That is not the whole story, however. Here are ways teaching ethics could benefit students, business schools, and their faculty.
Benefit 1.
Improves students' behavior. Strong ethical performance relies on a coherent model of self. Students who examine their values might come to realize the worth of, for example, not cheating, working hard, and participating in class. Benefit 2.
Improves students' business skills. Ethical problems are among the most "wicked" of all. Wicked problems are ambiguous, occur in complicated and ill defined environments, involve actions that might help but could make things worse, and require social interaction between people with limited cognitive and social skills and varying political goals (Mathieson, 2007) . Teaching ethics with a problem solving orientation will help students develop the skills needed to work individually and in groups on difficult problems. As another example, suppose students studied the evidence on the effects of organizational processes on ethical behavior. This assignment might help them develop a more sophisticated view of how organizations work. They could also learn how leaders can change their organizations to be more ethical. They could use this knowledge as they move up the management ladder.
W
Finally, acting ethically takes practice, as does any other skill. Students could take service learning courses, help non-profits with their business operations, etc. These experiences would help students put their values into practice. However, they would also help students further develop their business skills. Benefit 3.
Improves students' employability. As noted above, executives, recruiters and others have said that ethics matters in choosing employees.
Conclusion
his paper reviews some objections business faculty have to teaching ethics, offering short responses supported by evidence. The paper can help inform discussions of the role of ethics in business school curricula.
T
There is another question these conversations might include: if someone knows that certain problems may arise in his or her area of responsibility, but does nothing to detect or address the problems, is that person partly responsible for the ensuing damage? Suppose we add context to the question. Are parents responsible for their children's behavior, when the children are not properly supervised? If a driver knows that the brakes on his or her car are failing, and does nothing about it, is the driver responsible for any resulting damage?
Many people would answer "yes" to these questions. Businesses do as well. Executives have been fired because of ethical failure in their business unit, even though they were not accused of personal wrong doing (Associated Press, 2004) .
Should the same standard hold for business school faculty and administrators? Many business schools have neither an ethics policy, nor a process that teaches students about ethics in any coherent way. By ignoring ethics, they tell students what they think ethics is worth. Should they be surprised when students act unethically? Faculty who believe that people are responsible for their actions must ask themselves: Are business schools partly to blame for unethical behavior in companies?
This question will raise difficult emotional issues for some faculty and administrators. Discussion may become heated and unpleasant. Nevertheless, the question merits a reasoned answer. This paper is not sufficient by itself to answer the question. It presents some relevant arguments, however. After reviewing the evidence, our final conclusion is this: there is a convincing case that business schools are failing students and society and that business faculty and administrators are not fulfilling their moral duties.
